This article examines the model (models) of civil service fundamental to Lithuania's public policy on civil service after 2004, i.e., after joining the EU. Here the model is considered as a certain description or concept of state civil service or, more accurately, a certain systematic vision or representation of civil service. The article discusses the approaches used for classifying civil service systems and shows the dichotomous understanding of position or career-based civil service systems as groundless. It goes on to describe the premises and opportunities for -career civil service‖ in Lithuania. Path dependence in the process of civil service reforms in Lithuania and the not entirely unambiguous influence of the EU are described concisely. The discussion on the latest plans for civil service reforms ascertains that managerial priorities predominate therein. Meanwhile these plans ignore the increasingly obvious alienation between civil service and the public-atlarge in Lithuania and the necessity for an orientation towards the principles and priorities of participatory governance alongside the managerial priorities.
INTRODUCTION

ONE MORE MISTAKEN/MISLEADING DICHOTOMY AND CIVIL
SERVICE CAREER OPPORTUNITIES IN LITHUANIA
To grasp the concept of a civil service model and give it more clarification, first there must be a more focused discussion of one dichotomy which, per the opinion held here, is considerably, if not outright, misleading. In Lithuania there is a very widespread precedent of simplified and overemphasized differentiation of career and position systems in civil service. Frequently the Lithuanian literature on civil service and civil service reform is based on the thesis that the main models of civil service are distinguished by the career-based system model and the positionbased system model. 6 Such a thesis is especially simplistic and essentially incorrect.
The experts on civil service in Lithuania, Laima Tuleikienė, Birutė Česnulevičiūtė and Aleksas Kvietkus count four position-based and six career-based system elements in Lithuania's career civil service. 7 The Public Administration Development Strategy project, drafted in 2010 March, also states that characteristics of the career-based system predominate in Lithuania's civil service. 8 Despite this, overall how accurate and meaningful are such calculations of characteristics and how accurate and meaningful is the characterisation of the system which is compiled from numerous characteristics?
A good portion of the precedent of separating the career and position-based systems in Lithuanian literature and practice comes from the work by scholars at the European Institute of Public Administration (hereafter -EIPA), located in
Maastricht. In one of the latest studies, EIPA researchers compared the civil service systems in EU countries by 17 criteria as well as by the relative contradistinction 6 Jurgita Šiugţdinienė, - career-based system type and supplementing it with a type of an administrative tradition. Here Lithuania (along with Hungary, Poland and Slovakia) is defined as a country with an Eastern European civil service career system.
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Two approaches can ground a description of the civil service system: it can be described by numerous characteristics or by distinguishing several essential characteristics that are vitally necessary for the functioning of a system. By describing a civil service system in terms of a certain number of characteristics, the naming of the system becomes even more relative as more characteristics are employed, because the essence of the system becomes washed out in the abundance of characteristics.
The EIPA researchers, on whom all Lithuanian authors base their works in one way or another, have a viewpoint in their studies that is not always consistent or unambiguous. Different works employ either the aforementioned approaches or their modifications. This can be demonstrated in greater detail.
In 2001 EIPA scholars began claiming that it is not worthwhile to differentiate the career and position-based systems; instead, the career-based civil service system should be first differentiated from civil service with the different structural elements. 12 A most interesting, albeit little remembered, differentiation provided by the EIPA in 1994 is between the closed and the open civil service. However, it actually bases closure/openness merely in the Europization sense, i.e., primarily on how freely citizens of EU countries can be employed in the civil services of any EU country. 13 Nonetheless, this differentiation can potentially be developed into wider meanings, all the more, because it starts with the effort to distinguish the open from the closed civil service system in an organisational perspective. It was noticed that, in terms of an organisational aspect, the closed civil service system was characteristic of a training period immediately after hire, unrestricted duration of employment and compensations established by special, public acts of law. The open system was characteristic for its lack of a training period for people newly employed 14 But literature also provided the sorts of career and position-based system descriptions that are grounded on differing numbers of characteristics. 15 Due to such a manner, it is difficult to say which characteristics predominate in the civil service of some specific country.
Overall it must be ascertained that the dichotomy between the career and position-based systems has met the same fate as met by the known policy on traditional public administration and dichotomy in administration, which is now considered as either incorrect or, at least, highly conditional. The differentiation between the career and position-based systems is also not dichotomised. Certain scholars name the career and position-based systems simply as closed and open career systems in civil service (the career-based system is equated with a closed career system whereas the position-based system-as an open career system), whereby the nature of employment appointment into civil service is considered the fundamental descriptive factor. 16 EIPA studies not only describe the career system by grounding it on a comparative classification of numerous characteristics but also claim,
The career system can in particular be distinguished by the fact that access takes place at the entry grade of a certain career path. Within the career path, a civil servant can be promoted in accordance with relevant legal provisions and can climb the ‗salary-group ladder.' (…) After a preparatory and/or probationary period, the person concerned is appointed for life and will then have civil service status. 17 (italics -SP)
At first glance, it seems highly paradoxical that hiring at an entry grade becomes the primary characteristic of the system. Nonetheless, it becomes understandable upon assessment that this is the only way to form realistic opportunities for a sequential career path, which is considered as a chain of promotions over time.
The author here is convinced that, in a career system, the career and the realistic opportunities for a career are most important. The proportion of the assessed to the overall number of civil servants also decreased. However, the procedure itself and its outcome-a salary bonus-is more like an instrument for compensation according to results than it is a career instrument.
Interestingly the European Union networks of public administration experts judge the performance assessment criteria which are effective in Lithuania and which establish qualification classes along with salary bonuses as one of the best, well thought-through examples to follow in performance management. 21 However, such a judgement is actually misleading. Even though the criteria for assessing performance are clearly defined, there is no methodology to support their application; thus the basis for applying them in practice is entirely subjective (if any basis is used at all). Merits are not the basis of an assessment. As proof, it is sufficient to indicate that the performance assessment in Lithuania's civil service Within the system for a consistent and well managed career, the number of civil servants promoted annually should remain more or less the same or, at least, it should be such, so each civil servant is promoted over 2-4 (5) There is yet another question. How well is the right to a career being realised objectively? In order to make a career system and career management realistically and transparently operable, it is necessary to develop supplementary instruments for career assurance (e.g., a mechanism to determine promotion quotas and their realistic implementation and, in general, plan for constant movement within civil service). To accomplish this, additional financial and human resources are needed, amongst other matters.
The career system would seem to serve the category (so are called civil service grade in Lithuania) classification of the hierarchical civil service. However, specifically due to this, a great many subjectivities appeared, whereby civil servants holding the same position at different state institutions, who thereby also perform the same sorts of duties, were granted differing categories, meaning they received differing compensations. Corrections to this situation were started in 2008 May and continued in stages until 2010. The interval between designated categories (grades) was reduced to two for any one position (in the same group of public organizations, such groups are five in total according to special legislative act classifying all public organizations into a specific groups). 27 Certain jurists stated an opinion that the Constitutional Court of Lithuania would not permit a dismantling of 26 Valstybės tarnybos įstatymo 3, 4, 8, 9, 18, 19, 20, 21, 22, 23, 25, 38, 41, 43, 44, 49, 
PATH DEPENDENCE IN THE DEVELOPMENT OF LITHUANIA'S CIVIL
SERVICE
Civil service reform and the practice of civil service and, by the same token, the selection of a civil service model were stipulated and continue to be stipulated by the so-named -path dependence-. Historical institutionalism uses this concept to refer to a heritage as much as the actions and attitudes, either selected or imposed, at some certain instance. The authors who have specially discussed path dependence note that the primary characteristics of path dependence are unpredictability, inflexibility, improbability and inefficiency of a potential path. Since some of the initial processes are partly random, there can be various outcomes.
The more a process gains momentum, the more difficult it becomes to change its nature radically. According to Meyer-Sahling, the EU approach crystallised in an effort to reduce political and managerial discretionary powers of civil servants to a minimum, to limit the threat of the -informal outlook‖ as much as the politicization, which were highly characteristic of the communist type of administration. The aim was to abolish the communistic heritage, where the rule of law was not respected. 35 Generally, however, the EU's policy on civil service considered the communist regime with a simplified and primitive view, nearly akin to the view on the regimes of the more primitive countries in Africa and Asia. Such an outlook brought certain results, sometimes quite the opposite of expected results. The EU's strict policy of supervising reforms in candidate countries was understandable, but there can be more than one view taken on its assessment. The EU approach practically precluded viewing one specific circumstance which, specifically, was that the law 
PUBLIC MANAGEMENT, GOVERNANCE AND PARTICIPATORY
GOVERNANCE CONCEPTS AND THEIR APPLICATION FOR REFORMING CIVIL SERVICE
The premise of traditional public administration and public management (new public management) continues to prevail in the academic literature of Lithuania, although it is no longer valid or relevant in the world's academic literature on public administration (particularly in the so-named forerunner studies on public administration). Numerous scholarly works published over approximately the last ten years disclose that the movement of the so-called new public management had a highly contradictory nature. It was thoroughly ideological and doctrinaire, as well as containing various -new proverbs of public administration‖ of which the theoretical newness and practical applicability are notably controversial. 43 alone. NPM itself was a fashion in the study and practice of public administration.
However, it was a purely ideological construct, which may explain its popularity.
However, NMP met with many failures and now, more and more, it holds purely defensive positions. While NMP was still strong in 1995, although criticism on it had begun, in about 2005, NMP was no longer a viable concept. Over recent years, the prestigious academic journals have carried fewer and fewer articles using the NMP as a relevant concept. 44 Stoppage of reforms that were based on NMP at one of Switzerland's municipalities was justified eloquently, -No improvements of efficiency, effectiveness nor quality could be attributed to NPM reforms.‖ 45 Even in New Zealand, the birthplace of the NMP movement, there has been discussion about the post-NMP period for quite some time. and especially that legality cannot be contracted out. 48 Certainly the meaning and usefulness of certain (albeit few) ideas that the new public management movement has raised cannot be denied. But advanced public administration literature nowadays turns towards a way that is wider and more comprehensive (and closer to tradition) for constructing the new paradigm of public administration. This paradigm has not settled into a firm end yet, but it is described in terms of public governance or participatory public governance. Some of the earlier researchers of new public management now evaluate it as a transitory stage between public administration and that, which could be named as (new) public governance. 49 Governance and participatory governance are terms which are not widespread in Lithuania's academic literature but they are becoming more and more established. They can be found in the translations to Lithuanian of the legal acts EU ISSN 2029-0405 VOLUME 3, NUMBER 1 2010
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(especially the term, -good governance‖) and other documents. Certain Lithuanian sociologists are also using them. 50 The term -governance‖ emphasises the process, the practice in life more than it does a stiffened procedure. Managerial modes based on hierarchy and the market are also considered means for governance.
Nonetheless, governance is also understood as an alternative to the hierarchical system of management as much as to market mechanism, first bearing in mind the governance regime noted for horizontal contacts (networks). 51 As per the concept of public governance, policy (public policy) and administration are understood as an inseparable entity that emphasises the process itself more than institutions, structures or the actors in public administration. One of its most important accents is citizen participation in all of its forms. Transparency, citizen participation or decentralisation was not the primary part of the NMP concept. The idea of new public service 52 has already been presented in Lithuania in brief; however, it is considered a synonym of public governance, which is incorrect. New public service is simply one of the normative approaches of public governance, which is clearly especially important when discussing the concept and perspectives of civil service.
The concept of new public service specifically negates the idea of the citizen as a consumer and accents the idea of a civil servant not as a good administrator but as a good citizen (a professional citizen), an especially responsible citizen and the citizen -leader. In this perspective, the essence of civil service (public service) is first considered as the extension of citizenship.
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One of the NPM proposed accents -orientation to customer -deserves special mention as it was strongly revised in the latest academic literature and in practice.
An overly great importance placed on the role of the customer in public administration has now begun being considered as a distortion of the essence of public administration that prompts consumerism of public services and obliterates the behaviour and the attitudes of citizenship. As the so-called orientation towards the customer is being implanted, the threat arises that a citizen will be turned into a passive toy for political-administrative manipulations. Even in the practice of organising the supply of public services, the still quite influential propaganda on 
CONCLUSIONS
1. The separation of civil service into career and position-based systems is highly conditional and obsolete to a large extent. In any case, the existence of some sort of career system in civil service is necessary. It can be either more centralised and grounded on equal opportunities and seniority or more individualised and merit-based.
2. Realistic career opportunities in Lithuania's civil service are not sufficiently assured, career disproportions are becoming more obvious and a mechanism for the centralised management of careers for civil servants has not been developed.
The official titles of -career civil service‖ and the -career civil servant‖ are actually inaccurate and they neither express nor reflect any essential functions for serving the public or the state. 
